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results indicate that professionalism positively affects employee performance (T =
2.639, p = 0.009) and enhances employee development programs (T = 2.344, p =
0.079). Work discipline, while negatively affecting performance (T = 1.784, p =
0.075), significantly positively influences employee development programs (T =
4.764, p = 0.000). Employee development programs are found to significantly
improve performance (T = 3.890, p = 0.000). Findings: The study highlights that
professionalism and employee development programs play a critical role in
enhancing employee performance, while work discipline, despite its positive
impact on development programs, does not have a significant direct effect on
performance. Novelty: This research provides new empirical insights into the
@ @@ interplay between professionalism, work discipline, and employee development

programs, emphasizing their impact on employee performance. Originality: The
study is original in its focus on the mediating role of employee development
programs in the context of professionalism and work discipline. Conclusions:
Professionalism and structured development programs are key to enhancing
employee performance. Type of Paper: Empirical research paper.
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INTRODUCTION

PT X is a company engaged in the nonwoven industry. The company is committed to
optimizing the quality of the company's human resources. PT X has a vision to become a superior
company in the field of nonwoven industry. The company continues to strive to optimize the quality
of services and products offered to customers. PT. X has a mission to improve company
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performance through continuous employee development. The company believes that motivated and
skilled employees can optimize the quality of work and achieve company goals. PT. X continues to
invest in employee development through several training and development programs.

In PT X's 2023 Annual & Sustainability Report, training programs through Academy X
influenced improvements in employee performance, professionalism, and work discipline.
Attendance rate reached 95%, while 90% of program participants reported improved skills. In
addition, productivity increased by 15% compared to the previous year, contributing to the
company's net profit of USD 7,534,985. This investment in employee development is effective in
creating a more professional workforce(Report & Report, 2023).

In line with the development and improvement of PT. X, for its continuation the company
requires employee characteristics that have professional performance, discipline, and who have the
potential to support the Company. Furthermore, with the development of PT X which wants to
further improve the quality of its products, it needs to be supported by employee performance
based on clear and measurable work targets for each employee and team. However, (Oktavia &
Firdaus, 2023) realizes that optimal performance is not only determined by targets alone. Other
factors such as employee competence, employee professionalism, work discipline, and being able to
adapt to changes, therefore PT. X established an employee development program, namely Academy
X

It is very important for all employees to have a professional attitude when doing work so that
employees can optimize their time, resources, knowledge, energy, and abilities according to their
work. This attitude of professionalism will have an impact on how well employees perform(Aisyah et
al, 2017). Employee development programs can optimize the quality of professionalism of
employees in carrying out their functions and duties optimally (Eryana & Indah, 2020) In order to be
considered a professional employee, employees must meet three conditions: have the expertise to
carry out obligations in accordance with their abilities, perform the profession or obligation by
determining standard standards in the relevant field, and carry out the profession or obligation by
complying with established professional ethics(Candra et al.,, 2023). Employees who have high
experience and balanced with equal education will potentially create employees who have high
professionalism through the Academy X Program.

Good work discipline can help employees obey organizational rules that can optimize
performance, company leaders must monitor every action and behavior taken by all employees in
the workplace(Jufrizen, 2021) Discipline is considered a guarantee of quality work implementation
because it provides clarity and certainty about the implementation of tasks, so that employees
become more confident about what employees do and where employees go. Discipline becomes a
non-physical medium for employees to avoid risks and mistakes that harm the company and
themselves(Pamulang, 2019). If the level of discipline is strong and tends to be positive, it indicates a
strong level of discipline, so disciplined employees will do a good job(Ummah, 2019). PT X's
development program has a close relationship with work discipline because it can help employees
improve employee abilities, which in turn can improve work discipline and company performance.

Training at Academy X and employee performance are closely related. Organized training
programs help employees acquire the soft and technical skills necessary to meet the demands of the
nonwoven industry(Niati et al., 2019). Employees with good skills tend to be more productive, fulfill
tasks more efficiently, and make fewer mistakes in the work process(Raymond, 2018). In addition,
employees who receive training that improves the employee's understanding of the production
process can find and solve problems more efficiently. Skills development improves overall company
performance(Kerja et al., 2024). Therefore, improved employee performance has a direct impact on
increased company profits due to the investment in training at Academy X.

In this study, we developed a gap in previous research (Saputra, 2019) which uses employee
performance as the dependent variable and adds employee development programs as intervening
variables. The difference that is also a gap so that it is developed by this research is on (Andriani &
Redita Ramadhani, 2022) This research applies quantitative research types while this research uses
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quantitative descriptive research types. Furthermore, this study also has a development that exists in
the work discipline indicators used by research (Tanjung & Rasyid, 2023) This study only explains the
indicator of obedience to rules, while this study explains 3 other indicators. Another gap exists in
research (Hadi Panjaitan, 2022) which uses the object of the dependent variable on the performance
of hospital employees, while this study uses the object of employee performance in the company for
the dependent variable. The research(A. N. Sari et al., 2024) only looks at employee development in
general, while in this study looking at the effectiveness of employee development programs is highly
dependent on its relevance to the needs of employees and organizations.

Formal research question: Do professionalism and work discipline through employee development
programs have a positive and significant influence on employee performance at PT X?

The research employs a descriptive quantitative methodology, utilizing purposive sampling
techniques to gather data from 100 respondents. The analysis will be conducted using SmartPLS
software to assess the relationships between professionalism, work discipline, employee
development programs, and employee performance.

Literatur Review
Professionalism

Professionalism refers to professional ability and behavior, ability is defined as the
knowledge possessed by employees(Rehman & Solikhah, 2024). Professionalism is a behavior, goal,
or set of traits that show or describe the characteristics of a profession(Fachmi et al., 2021).
Professionalism is used as an effective corporate tool and is used to measure how well the
apparatus functions(Abbas, 2020). Professionalism in an organization or company is the division of
tasks and distributing tasks according to specialization, which is based on qualified and experienced
employees(Waterkamp et al., 2017). From this explanation, it can be concluded that the indicators of
professionalism used are based on (Atika & Mafra, 2020) that is:

1. Competence: the ability and skills of employees to carry out their responsibilities and duties.

2. Effectiveness: indicates the extent to which employees achieve the results and objectives of

the employee's work.

3. Efficiency: how employees use resources (time, effort, and cost) to achieve the highest results

while reducing the level of effort.

4. Responsibility: Shows the awareness and commitment of employees in fulfilling their

obligations and being accountable for work results to the company.

A high professional level is used to do the job effectively, professional employees must have high
expertise. Employees who know what their expertise and skills are will find it easier to perform their
tasks and work compared to other employees who do not know what their expertise is(Ummah,
2019). Previous findings (Gerhana et al., 2019) prove that professionalism has an influence on
employee performance, in research (Wulan Ndari et al., 2024);(Kania, 2024);(Widyastomo et al., 2022)
proves that professionalism has an influence on employee development programs. While in research
(Ayu Lucy Larassaty et al., 2023) proves that professionalism has no influence on employee
development programs.

Work Discipline

Work discipline is employee compliance with company rules in terms of regulations or
completion of employee tasks(Yani et al., 2021). Discipline is a component of action that shows that
employees comply with company rules regularly and consciously(Djuwantoro et al., 2024). Work
discipline means fulfilling assigned duties and authorities and respecting applicable
regulations(Wulandari et al., 2023). Indicator (Musrifa et al., 2024) that support this research, as
follows:

1. Obedience to work rules: shows the willingness of employees to obey the rules and
procedures determined by the company when employees perform work.
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2. Attendance frequency: refers to how often employees arrive at work as scheduled,
3. Work Ethics: the attitude shown by employees in interacting and carrying out tasks, such as
honesty and respect.

It is said that discipline is also used to train and educate employees to obey the rules and work
regularly in the organization(Pps et al., 2020). Previous findings prove that work discipline can affect
employee performance(Kholifah & Firdaus, 2023), in this study (Dwi pernanda, 2024);(Silalahi,
2019);(Mahdafigia, 2024) found that work discipline does not have a positive influence on employee
development programs.

Employee Development Program
Employee development programs are the process of preparing employees to take on
different or better roles within the company. Improving the intellectual ability to perform a job
optimally is usually associated with employee development(Sulistyowati et al., 2024) Development
focuses more on the long term and helps prepare employees for organizational change and growth
(Furgan & Siregar, 2022). The training program is a series of activities intended to develop
employees' knowledge, insights, abilities, attitudes, and work performance. (V. F. Firdaus & Sidoarjo,
2019). Indicator Employee development program (Ardani & Firdaus, n.d.) supporting this research
include:
1. Basic training: is a program that provides employees with the basic knowledge and skills
needed to do the job well from the start.
2. Skills training: refers to programs that aim to improve the specific skills that employees need
in a particular field in order to make a good contribution to the workplace.
3. Comprehension training capability: ensuring that employees understand the company's
vision, mission and values, as well as how the employee's role helps to achieve the company's
overall objectives.

Employee development programs must be created in advance so that employee development
can be carried out properly and regularly(Espegren, 2024). Previous findings (In et al., 1957);
(Panjaitan, 2017) shows that the employee development program will affect employee performance,
while in research(Mousa & Othman, 2020) shows that employee development programs have no
effect on employee performance.

Employee Performance
Performance is the result of work in quality and quantity achieved by an employee after
finishing theirs based on their responsibilities given(Asgaruddin, 2023). Employee performance is the
result achieved by employees or teams of employees in line with the responsibilities and authority of
each employee during a certain time, the company must assess the performance of its
employees(Wartono, 2017). Performance is the most important part of any company or organization,
because every company must produce an increase in all employee efforts(Sinaga et al., 2020).
Performance is the company's ability to consistently meet business needs and improve the
company's ability to achieve them(V. Firdaus et al., 2024). Employee performance indicators refer to
(H. 1. Sari, 2022) including:
1. Accuracy in completing work: It is expected that employees can complete tasks within the
stipulated time.
2. Level of employee initiative: Initiative employees tend to be more proactive in looking for
ways to improve work processes and assist with innovation and improvement.
3. Employees' ability to work together: In order to achieve organizational goals, effective
teamwork is essential, and employees must be able to collaborate and communicate well.
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Figure 1. Conceptual Framework
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Hypothesis

H1: Professionalism has a positive and significant effect on employee performance at PT. X.

H2: Professionalism has a positive and significant effect on employee development programs at PT.
X.

H3: Work discipline has a positive and significant effect on employee performance at PT. X.

H4: Work discipline has a positive and significant effect on employee development programs at PT. X.
H5: Employee development programs have a positive and significant effect on employee
performance at PT. X

METHOD

Analysis Method

This research uses descriptive quantitative research by describing the numbers that have been
obtained as a result of the research. PT. X is a company engaged in the nonwoven industry. The
population used is all permanent employees at PT. X with a total of 350 employees. Data collection
uses sampling techniques, namely purposive sampling to obtain conclusions that are more focused
on the object of research. From the selected data collection technique, it uses a sample that is
assumed to be 100 employees who have the following criteria: 1) Employees who have participated
in the Academy X program, 2) Employees who have at least 1 year of work experience at PT. X, 3)
Including permanent employees at PT. X.

This study uses a Likert scale questionnaire with a total of 26 statements consisting of 8
statement items on the professionalism variable, 6 statements on the work discipline variable, 6
statements on the employee development program variable, and 6 statement items on employee
performance. This study applies one type of data, namely primary data. Primary data is obtained
from filling out questionnaires by samples or respondents. The data obtained will then be processed
using Smart Partial Least Square (SPLS) software version 3.0. The data analysis techniques used are
Outer Model test, cronbach’s Alpha, Average Variance Extracted (AVE), Composite Reliability, R Square,
Estimate for Path Coefficient.
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Definition of Operationalism
Professionalism
Professionalism is operationally defined as the behavior demonstrated by employees in
carrying out their duties and responsibilities with integrity(Fachmi et al.,, 2021). Indicators of
professionalism used based on (Atika & Mafra, 2020), namely:
1. Competence: The skills and abilities possessed by employees to perform duties and
responsibilities related to the nonwoven industry.
2. Effectiveness: indicates an employee's ability to achieve production goals and work results.
3. Efficiency: employee behavior in utilizing resources (time, effort, and cost) to achieve the best
results in the production process with the best effort.
4. Responsibility: demonstrates that employees are aware of and committed to fulfilling their
obligations and are accountable to management and customers.

Work Discipline
Work discipline can be defined operationally as the willingness of employees to obey work
rules and standard operating procedures of the company referring to the opinion put forward (Yani
et al., 2021). Indicators (Musrifa et al., 2024)support this research, as follows:
1. Adherence to work regulations: shows that employees are willing to comply with standard
operating procedures and work regulations in the company.
2. Frequency of attendance: refers to how often employees attend as scheduled and are late
from the scheduled time.
3. Work ethics: the attitude shown by employees in interacting with coworkers and carrying out
employee responsibilities in the workplace.

Employee Development Program
The employee development program is operationally defined as a structured and sustainable
annual process to improve employee capabilities and performance according to the needs of each
division through structured training, mentoring, and performance evaluation according to
(Sulistyowati et al., 2024). Indicators of employee development programs (Ardani & Firdaus, n.d.)
support this research including:
1. Basic training: a program that provides the basic knowledge and skills required by the
company's employees to do their jobs well.
2. Skills Training: a program that aims to improve the specific skills needed by employees in
each division so that employees can make the best contribution in the workplace.
3. Comprehension training capabilities: programs that help employees understand the product
quality and work targets that the company wants, as well as how the employee's role in
achieving broad company goals.

Employee performance
Employee performance is operationally defined as the results of work achieved by employees or
groups of employees in accordance with the targets set by the company that help the company
achieve its strategic goals (Wartono, 2017). Employee performance indicators refer to (H. I. Sari, 2022)
including:
1. Accuracy in completing work: the ability of employees to complete work on time and
according to the Company's target.
2. Employee initiative level: employees with initiative tend to be more proactive in finding ways
to improve production processes and support innovation and improvement in each division.
3. The ability of employees to work together: employees must be able to cooperate and
communicate well with each other to achieve company goals.
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RESULTS AND DISCUSSION

Respondent Description

In this study, the authors obtained a sample of PT X employees using a Google Form
questionnaire delivered via the WhatsApp application. An overview of the characteristics of the 100
respondents will be presented in order to provide an overview of the respondents' personal
circumstances.

Table 1. Resiondent characteristics

Jenis Kelamin Laki-Laki 75 75
Perempuan 25 25

Usia <21 tahun 1 1
21-30 tahun 30 30

31-40 tahun 30 30

41-50 tahun 38 38

>50 tahun 1 1

Lama Bekerja <2 tahun 1 1
2-6 tahun 25 25

7-11 tahun 16 16

12-16 tahun 17 17

>16 tahun 41 41

Pendidikan SMA/SMK/MAN 37 37
S1 63 63
Status Pekerjaan Karyawan Tetap 100 100

Source: Processed Data 2025

By referring to the data in table 1, it can be concluded that the characteristics of the
respondents consisted of 75% or 75 respondents and 25% or 25 respondents. In the age category,
the most respondents were aged 21-30 years which reached 30% or 30 respondents, while there was
one respondent each who was under 21 years old and over 50 years old. This proves that the
majority of respondents are located in the productive age range. For length of work, the majority of
respondents (41%) have worked for more than 16 years, while 1 respondent or 1% has worked for
less than 2 years. In terms of education, 63% of respondents have an S1 education, while 37% have a
SMA/SMK/MAN education. Regarding employment status, all respondents (100%) are permanent
employees, which indicates that permanent employees dominate in the company.

RESULTS

Hypothesis Testing and Analysis

In this study, data analysis was carried out by validity testing, reliability testing, and hypothesis
testing. This measurement uses SmartPLS (Partial Least Square) with 100 respondents who are
employees of PT X, to prove whether the research conducted is valid or not.
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Measurement Model Analysis (Outer Model)
Figure 2. SmartPLS outer model diagram

X111 w0712
A

X1.2 +0.756
X1.3 40714
X1.4 40716
X1.5 0705

X1.6 0739

Z1
0.269 0813~
X1.7 «0.777 7l

z2
X1.8 +—0.717 P
z4
75
I —0.820 0528 0862—  zg L0187
X2.2
X2.3
X2.4
X2.5

X2.6 +—0.800

Source: SmartPLS output (2025)

e-ISSN : 2721-267X

Y1
2
X3
Y.4
X5

0.831—» Y.6

The measurement model test (outer model) aims to determine the interaction between
latent variables and manifest variables. This test includes discriminant validity, reliability convergent

validity and convergent validity.

Validity Test

The loading factor or outer model value can be applied to test convergent validity. The outer
loading value of each indicator in the research variable proves that each indicator of the
professionalism variable (X1), work discipline (X2), employee development program (Z) and
employee performance (Y) has an average outer loading> 0.7. So it can be articulated that the

indicators of each variable meet the criteria for convergent validity.
Reliability Test

Figure 3. Composite realibility diagram
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Composite Reliability is used as a tool to evaluate indicator reliability for each variable. In this study, the
combined value of variable reliability is considered to meet the criteria if the value is> 0.7. The following
can be seen the composite reliability value in table 2:

Table 2. Composite reliability

Professionalism (X1) 0.901
Work Discipline (X2) 0.896
Employee performance (Y) 0.910
Employee Development Program (Z) 0.945

Source: SmartPLS output (2025)

From the test results in table 2, the composite reliability value of the professionalism variable
is 0.901, the composite reliability value of work discipline is 0.896, the composite reliability value of
employee performance is 0.910, and the composite reliability value of employee performance is
0.945, indicating that the value of all variables is> 0.7, which means that all variables are declared
reliable.

A model construct is considered to have a high level of reliability if the AVE is more than 0.5,
which proves that the model structure has good reliability. If AVE> 0.5, the data is considered reliable.
The AVE values for all variables are displayed as follows:

Table 3. Average variance extracted

Professionalism (X1) 0.533
Work Discipline (X2) 0.591
Employee performance (Y) 0.627
Employee Development Program (Z) 0.742

Source: SmartPLS output, 2025

Based on table 3, it proves that the AVE value for all variables exceeds 0.5. Thus, all variables
can be considered reliable (reliable). This means that each variable has good discriminant
validity(Ana Mariyatul Habibah & Dewi Andriani, 2022)

Cronbach’s Alpha

Figure 4. Cronbach’s alpha diagram
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shows good internal reliability > 0.70, indicating sufficient internal consistency in the measurement
of the constructs and providing confidence that the data collected is reliable

Structural Model Analysis (Inner Model)

Structural model or inner model testing is carried out by reviewing the influence or
relationship between constructs, significant values and R-Square (R2) of the research model,
measurement analysis is carried out using SmartPLS 4.0 showing the following picture:

Figure 5. SmartPLS Inner Loading Diagram
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In this process, the aim is to explain how strong the influence or relationship of the
independent latent variable is on the dependent latent variable through the intervening variable
using the measurement standard of 0.75 as strong, 0.50 as moderate and 0.25 as weak. The table
below is the result of the R-Square estimate using SmartPLS:

Table 4. R-Square Value

Employee performance (Y) 0.716
Employee Development Program (Z) 0.564
Source: SmartPLS output, 2025

Table 4 proves that the employee performance variable (Y) has an R-Square value of 0.716
or 70%. This value proves that the structural model in this study is categorized as strong because it
has an R-Square value> 0.67. Thus, it can be concluded that the variables of Professionalism (X1)
and Work Discipline (X2) can measure and have a good relationship with the Employee Performance
variable with a good R-Square value of 70%. While from table 4 the employee development program
variable (Z) has an R-Square value of 0.564 or 60%. This value proves that the structural model in
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this study is categorized as moderate because it has an R-Square value of> 0.33. From this, it can be
concluded that the variables of Professionalism (X1) and Work Discipline (X2) can measure and have
a moderate relationship with the Employee Development Program variable with a moderate R-
Square value of 60%.

Hypothesis Test

The results of data analysis can be used to answer the research hypothesis. The coefficient
obtained is used to test this hypothesis. If the coefficient shows a positive value, then the hypothesis
is considered to have a positive relationship(Friska Helviana V, Dewi Andriani, 2024). This
research can be said to be significantly accepted if the P-Values value <0.05 and the t-statistic value>
1.96. The following are the results of hypothesis testing:

Table 5. Bootstrapping

Professionalism (X1)-

>Employee 0.294 0.303 0.111 2.639 0.009
performance(Y)

Professionalism (X1)-

>Employee Development 0.269 0.288 0.115 2.344 0.019

Program (Z)

Work Discipline
(X2)->Employee 0.187 0.189 0.105 1.784 0.075
performance(Y)
Work Discipline
(X2)-> Employee

0.528 0.518 0.111 4.764 0.000
Development Program
(2)
Employee Development
Program (Z)-> Employee 0.457 0.449 0.118 3.890 0.000

performance(Y)

Source: SmartPLS output (2025)

Based on table 5, it can be explained that:
1. By referring to the SmartPLS measurement results of the Professionalism variable, it proves

that the value of this variable is tcount> ttable with a value of 2.639> 1.96, while the p-value
measurement is 0.009 <0.05. It can be concluded that from the measurement results it can be
explained that Professionalism has a significant effect on the performance of 100 employees
who work at PT X.

2. By referring to the SmartPLS measurement results of the Professionalism variable, it proves
that the value of this variable is tcount> ttable with a value of 2.344> 1.96, while the p-value
measurement is 0.019 <0.05. It can be concluded that from the results of these measurements
it can be explained that Professionalism has a significant effect on the Development Program
of 100 employees who work at PT. X.

3. By referring to the SmartPLS measurement results of the Work Discipline variable, it proves
that the value of this variable is tcount < ttable with a value of 1.784 < 1.96, while the p-value
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measurement is 0.075> 0.05. It can be concluded that from the results of these measurements
it is explained that Work Discipline does not have a significant influence on the performance of
100 employees who work at PT X.

4. By referring to the SmartPLS measurement results of the Work Discipline variable, it proves
that the value of this variable is tcount> ttable with a value of 4.764> 1.96, while the p-value
measurement is 0.000 <0.05. It can be concluded that from the results of these measurements
it can be explained that Work Discipline has a significant effect on the Development Program
of 100 employees who work at PT X.

5. By referring to the SmartPLS measurement results of the Employee Development Program
variable, it proves that the value of the variable is tcount> ttable with a value of 3.890> 1.96,
while the p-value measurement is 0.000 <0.05. It can be concluded that from the results of
these measurements it can be explained that the Employee Development Program has a
significant effect on the performance of 100 employees who work at PT X.

DISCUSSION

Effect of Professionalism on Employee Performance

With reference to the research results, it is confirmed that professionalism has a positive and
significant effect on employee performance at PT X. Which means, the higher the level of
professionalism that employees master in carrying out their duties, the better the resulting
performance. This proves that the better the behavior shown by employees in completing tasks and
responsibilities with integrity can optimize employee performance. The positive correlation between
professionalism and employee performance aligns with the theoretical framework that suggests that
higher professionalism leads to increased accountability and commitment among employees. This
finding supports previous studies(tUmmah, 2019) and(Fachmi et al, 2021), In contrast,
studies(Gerhana et al., 2019) suggest that other factors may equally influence performance, which
highlights the need for a holistic approach to employee development.

Professionalism is built by several indicators, including competence, effectiveness, efficiency,
and responsibility. The largest contribution is in the responsibility indicator. This proves that
employees are aware and committed to fulfilling obligations and being accountable for work to
management and customers. Supported by the majority of respondents agreeing that employees
must understand their role in achieving company goals. High professionalism illustrates the level of
responsibility of employees towards several tasks that are carried out, which increases morale and
helps achieve company goals, this directly contributes to increasing performance in the
company(Abbas, 2020). The influence of professionalism on employee performance at PT X occurs
due to the skills, knowledge, and strong sense of responsibility of employees, which makes
employees better able to carry out their responsibilities and duties properly. This is shown by the
majority of employees who have worked for >16 years, these employees better understand the
standard tasks that must be fulfilled and desired by the company.

Effect of Professionalism on Employee Development Program

The results of this study prove that the level of professionalism has a positive and significant
impact on employee development programs at PT X. This means that the higher the level of
professionalism possessed by employees in carrying out their duties, the more effective the
employee development program implemented. This shows that the better the behavior shown by
employees in carrying out responsibilities and duties with full integrity can be fulfilled by the
employee development program. This is consistent with findings from(Wulan Ndari et al.,
2024)(Widyastomo et al., 2022)(Ayu Lucy Larassaty et al., 2023) and suggests that training policies at
PT X should emphasize cultivating professional attitudes to enhance participation in development
programs.
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Professionalism is built by several indicators, including competence, effectiveness, efficiency,
and responsibility. The largest contribution is in the responsibility indicator. This proves that
employees are aware and committed to fulfilling obligations and being accountable for work to
management and customers. Supported by the majority of respondents agreeing that employees
must understand their role in achieving company goals. The employee development program
produces professional employees as indicated by an improved attitude in completing tasks, so that
employees become more effective efficient, and responsible in carrying out their duties(Kania, 2024).
The influence of professionalism on employee development programs at PT X can be seen from the
skills, knowledge, and sense of responsibility mastered by employees, which allows employees to
function more effectively in each program run. This is also reflected in the majority of permanent
employees who feel a higher level of security and commitment when participating in the programs.

Effect of Work Discipline on Employee Performance

The results of this study prove that work discipline does not have a significant positive effect
on employee performance at PT. X. which means that the lower the level of work discipline causes a
decrease in employee performance. This proves that employees' willingness to obey work rules and
company standard operating procedures has no effect on employee performance. This research is
also supported by previous research(Da Silva et al., 2022)(Kitta et al., 2023)(Stubbendorff et al., 2022)
and This contrasts with (Kholifah & Firdaus, 2023) who found a positive relationship. The implications
for PT X's training policy may include the need for stricter enforcement of work discipline standards
and enhanced communication regarding the importance of adherence.

Work discipline is built by several indicators, namely adherence to work rules, frequency of
attendance, and work ethics. The indicator that contributes the most is adherence to work rules even
though it has no effect on employee performance. This shows that employees are not fully willing to
comply with standard operating procedures and work regulations in the company. The majority of
respondents agreed that employees should comply with work rules for safety and efficiency even
though no significant performance improvements could be measured. Employees are often absent
or alpha for no reason, which causes many of them to be lazy to work and negatively impacts overall
performance(Lestari & Afifah, 2020). The impact of work discipline on employee performance at PT X
does not show an influence on employee performance, there are still employees who are late for
attendance, ignorant of the rules set by the company, do not carry out their duties in accordance with
standard operating procedures which cause decreased employee performance. This is indicated by
the majority of respondents who have worked for> 16 years, employees feel they have higher
experience, so they tend to underestimate company regulations compared to employees who have
only worked for about 2 years.

Effect of Work Discipline on Employee Development Program

The results of this study prove that work discipline has a positive and significant influence on
employee development programs at PT X. This means that the higher the level of work discipline
implemented by employees, the more effective the development program will be. This means that
the higher the level of work discipline implemented by employees, the more effective the
development program will be. This shows the willingness of employees to obey work rules and
standard operating procedures of the company. his aligns with findings from(Djuwantoro et al.,
2024)(Wulandari et al., 2023)(Musrifa et al., 2024)(Pps et al., 2020) and suggests that PT X should
implement training modules that reinforce the value of discipline in the workplace.

Work discipline includes several indicators, such as adherence to work rules, frequency of
attendance, and work ethics. Among these indicators, adherence to work rules contributes the most
to the success of employee development programs. This shows that employees are willing to comply
with standard operating procedures and work regulations in the company. The majority of
respondents agreed that employees must comply with work regulations for safety and efficiency.
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Employee development programs can change the behavior and attitudes of employees to
improve their work(Mahdafigia, 2024). The influence of work discipline on employee development
programs at PT X is seen from the regularity and compliance of employees with regulations, because
disciplined employees are more likely to commit and invest in employee self-development, which will
further improve employee performance and contribution to the company. This is also reflected in the
majority of respondents who have the last education S1, employees with higher educational
backgrounds more easily learn to appreciate discipline as a foundation for improving skills and
performance.

Effect of Employee Development Program on Employee Performance

The results showed that the employee development program has a positive and significant
effect on employee performance at PT X. This means that the more effective the development
program implemented, the better the performance produced by employees. This means that the
more effective the development program implemented, the better the performance produced by
employees. This shows that there is a structured and sustainable annual process to improve
employee capabilities and performance according to the needs of each division through structured
training, mentoring, and performance evaluation. This is supported by(Sulistyowati et al.,
2024)(Ardani & Firdaus, n.d.)(Mousa & Othman, 2020) who argue that targeted training enhances
employee capabilities. PT X should leverage this insight to refine its training curriculum to meet
specific employee needs.

Employee development programs include several indicators, such as basic training, skills
training, and comprehension training capabilities. Among these indicators, skills training is proven to
contribute the most to employee performance progress. This proves that there is a program to
improve the specific skills needed by employees in each division so that employees can make the
best contribution in the workplace. The majority of respondents agreed that skills training can
improve employees' specific skills in each division. Employees who take part in available training are
likely to have a significant impact on the results obtained by the company, so that the company has
quality employees(Setiawan et al.,, 2021). The effect of employee development programs on
employee performance at PT X is evident from the increased skills and knowledge gained through
training. Employees feel more competent and confident in carrying out some of the employee's daily
tasks so that there is a significant increase in work output, as well as the ability of employees to
complete tasks more efficiently and effectively. This is shown from the majority of respondents who
have the last education S1, employees with higher education often appreciate the opportunity to
improve their skills with employee development programs provided by the company.

The findings suggest that PT X should prioritize professionalism and discipline in its training
policies to enhance employee performance. Tailored programs that focus on these aspects could
lead to better outcomes in productivity and job satisfaction.

CONCLUSIONS

Employee performance at PT X is influenced by work professionalism, because employees who have
high professionalism will have a high sense of responsibility to carry out the duties that have been
assigned. However, work discipline does not affect employee performance, because there are still
many employees who do not obey the rules, thus hindering the improvement of employee
performance. Employee development programs affect employee performance, because the training
programs held teach employees to be more professional towards the tasks assigned and employees
are more disciplined with the rules set by the Company. The author realizes that this research has
limitations because it only involves permanent employees, so the results may not reflect the views or
conditions of all employees in the company. Therefore, this research should be considered as a first
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step and further requires further development to cover a broader spectrum of employees using
longitudinal research.
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